This article analyses the effects of the current socio-economic crisis on, and recent measures in the field of, labour law in Ireland. As one of the 'programme' countries, which has sought and recieved financial support from the Troika of the International Monetary Fund, European Central Bank and European Commission, Ireland has been required to follow a wide-ranging programme of measures designed to restore the economic health of the country. This article looks at specific measures taken in the sphere of labour law and policy, in the private and public sectors, placing these in the context of the wider EU picture.
Introduction
'This is a significant day, that many thought, and some feared, would never be reached. The effort of the Irish people in working towards this goal has been unprecedented. Having been frozen out of the financial markets three years ago, we have now successfully laid the foundations for exiting the EU/IMF programme on December 15 of this year and for making a full return to the markets. Over 260 actions have been completed under the programme.
Stability has been restored to the public finances, the economy is growing, and most importantly, over 3,000 jobs are being created each month. Over the course of the programme, a wide range of structural reforms have been introduced across the public service, the economy and the financial system'. 
The Irish Model (or the 'Model Irish'…?)
The Irish system of employment relations has traditionally been classified as 'voluntarist', where the role of the State is primarily to provide a supportive framework for collective bargaining (rather than to regulate the labour market by way of legislation). 2 Whilst, in the last two decades or so, a number of developments, notably the decline in trade union density and workplace presence since the 1980s and the obligations of EU membership, has resulted in a large volume of labour legislation being passed, the vast majority of legislative measures provides for rights in respect of individual workers. 3 In terms of collective labour law, voluntarism, in the Irish context, means that there is no obligation on employers to recognise a trade union for collective bargaining purposes and collective agreements are generally not legally binding. 4 
Ooops!…We Did it Again
As is now well known, all that glittered in Ireland certainly was not gold, and a severe economic, financial and social crisis has engulfed the country (and, to varying Agreement. A deal emerged (commonly referred to as 'Croke Park Two'), which was rejected in a ballot by a majority of public service workers. 21 Further negotiations produced a modified deal, the 'Haddington Road Agreement', which, nonetheless, provided for another round of pay cuts, increment freezes and substantial changes to working conditions for public servants. At the time of writing, all but one public sector trade union (representing secondary school teachers) has accepted the terms of this agreement. In the next sections, the changes occasioned by the crisis, and those wrought by the terms of the IMF-EU deal, will be examined.
Standard-setting, the Troika and the Courts
A crucial point to make at this juncture is that relative to the demands made of, and changes made to, labour law in the other countries featured in this volume, those examined in this article almost pale into insignificance. However, this leads to some important questions about the approach of the supra-national institutions in question, and most notably, of course, about the role of the European Commission and the European Central Bank, to which we will return below. The Commission also notes approvingly that the Irish authorities aim to avail of the new reforms to reduce the number of sectors subject to EROs. Thus, with a little help from the Irish judiciary, all is on track. In the private sector, fewer workers are to be covered by sectoral terms and conditions of employment that exceed statutory minima and trade union involvement in setting legally binding terms and conditions of employment is to be reduced.
Public Sector Reform (or 'make them an offer they can't refuse…')
'Ireland has been able to deliver public services with a public sector that is relatively small given the size of its economy and labour force. health, education and, particularly in the context of high unemployment, social security and welfare) are increasing.
In the area of work practice reform, the parameters are set out in the Haddington Road Agreement. 35 Unlike the reforms in Greece and Spain, these were, at least, negotiated with the public service trade unions (although the 'negotiation' process will be discussed further below). Nonetheless, some of the concerns expressed by the other contributors in this volume in relation to the impact of the reforms on certain groups, particularly women and those with family responsibilities, are echoed here. The Agreement outlines a number of general reform principles and goes on to provide further detail on these at a sectoral level. Of particular interest to this article are the provisions for:
 Additional working hours for public servants;
 greater use of redeployment of public servants (up to 45km from the current work location or of the home address);
 review and reform of work-sharing arrangements, to make operation of the system less of a 'management challenge';
 review and reform of flexible work arrangements (flexi-time) to better reflect the 'current needs of public service organisations'.
On publication of the Agreement, it was quickly pointed out by that the proposals could have the potential for a 'disproportionate and negative impact on women women with caring responsibilities in the public sector'. 36 It remains to be seen, in the implementation of the Agreement, whether this turns out to be the case, but, clearly, the direction of the reform proposals cannot be said to be going in a family-friendly direction. It should also be noted here that a series of reforms since 2010 have disproportionately impacted on new entrants to the public service (predominantly younger workers), who have entered the service on considerably lower salary scales, and with inferior pension entitlements, than those previously applicable.
The reform measures implemented have, of course, important consequences for the national finances, public servants and those dependent on public services. clearly, though, the relative industrial peace delivered over the previous quarter of a century will be much harder to negotiate in the event of an economic upturn.
Conclusions
'In short, today is a good day for Ireland and the Irish people. It provides clear evidence that determined implementation of a comprehensive reform agenda can decisively turn around a country's economic fortunes and put it back on a path of sustainable growth and rising employment'. 40 We live in extraordinary times. As such, it is no surprise that labour law, like all areas of contemporary socio-economic regulation, is undergoing rapid and, potentially, Statutory provisions supporting collective bargaining are almost non-existent. 45 Thus, bargained standards that exceed statutory minima (in terms of pay, working time, etc.) have been traditionally achieved by trade unions through the deployment (or threat) of industrial action, in the public sector by virtue of the (legally non-binding) 44 Achtsioglou and Doherty, cit., (n 41). 45 Doherty, cit., (n 35). public service agreements, or in sectors, like retail and hotels covered by EROs or REAs. The last two mentioned, in particular, have been the areas where the Troika did demand government action. 46 Thus, although Ireland already has a lightly regulated labour market, 47 it was required to review and reform the few areas of regulation that provide for collectively bargained standards and that allow workers to benefit from collective representation without having to first 'trigger' their rights.
Achtsioglou and Doherty point out that what is significant 'is the extent to which labour market regulation is to be 'micro-managed' by the EU institutions; even in relatively "neo-liberal" Ireland'. 
